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ABSTRACT 
The study intended to find out the effect of Human resource development on the performance 
of the public sector in the case study of Ministry of Sports, Culture and Arts. The objective of 
the study was to determine the effect of HRD on competencies, recruitment, employee 
retention and Corporate Image. The study employed descriptive research design both primary 
and secondary data were used. The primary data was obtained through a structured 
questionnaire administered to 50 respondents out of a population of 300 employees, ten from 
the top management, twenty from the middle level managers, and the other twenty from 
lower cadre. Secondary data was based on the available Government documents, reviewing 
the literature of HRD, HRM and research reports. Data collected were analysed using 
descriptive statistics and findings of the study presented using frequency tables. The study 
has shown significant relationships among the variables under investigation. For any 
organization to achieve enhanced service delivery and profitability competent employees are 
required. The recruitment process should be guided by proper policies that encourage 
employee retention which in the long run gives an organisation a good Corporate Image. 
Therefore, human resource development (HRD) of an organization could be seen as a 
strategy to improve the desired competencies of employees in order to promote organisational 
performance. The findings established that the availability of recruitment process and other 
factors as experience, academic qualification and aptitude tests makes the process more 
transparent and effective, on competencies the findings indicated that there is definitely   an 
increase in individual and organisational performance if core, managerial and functional 
competencies are enhanced  through HRD programs. The study therefore, recommends the 
need for HRD program evaluation and alignment with other HR practices through 
documented framework and policies to enable growth in MOSCA. The researcher further 
recommended that HRD programs should also be relevant to organizational goals and a 
continuous practice so as to enable employees to perform the assignments given effectively 
and efficiently. 
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ABBREVIATIONS AND ACRONYM 
HRD   -  Human Resource Development 
HR - Human Resource (employees) 
HRM - Human Resource Management 
HRD - Human Training and Development, 
MOSCA - Ministry of Sports, Culture and Arts 
PS - Public Service 
DPM - Directorate of Personnel Management 
ASTD    - American Society of Training and development 
GOK - Government of Kenya. 
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OPERATIONAL DEFINITION OF TERMS 
  
Public Sector is a term usually used to mean services provided by the government to its 
citizens, either directly (through the public sector) or by financing private 
provision. 
Policy: Rules and guidelines enacted for the purpose of which an organization 
operates. 
Efficiency: How the service provider uses resources for implementing its interventions. 
Effectiveness: Whether or not the interventions achieved their stated objectives, 
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CHAPTER ONE 
1.0 INTRODUCTION 
In the twenty-first century, most organizations are faced with the task of achieving the best 
possible results regarding efficiency and effectiveness in service delivery and profit 
maximization with available employees at their disposal. As a result, the concept of human 
resource development (HRD) has emerged as a strategy to enhance the capacity of existing 
employees in organizations for efficient performance. This chapter presents the background 
of the study, statement of problem and objectives of the study, research questions, 
significance of the study and the scope of the study. 
1.1 Background of the Study 
Human Resource Development (HRD) is one of the key functions of an organization, and it 
defines ways of practices and results to organization productivity by recruiting qualified 
employees who have the desired competencies that enhances corporate image and lowers 
employee turnover and retention of employees in the organization. 
HRD is the integrated use of training and development, organizational development and 
career development which are applied to improve individual employees and organizational 
effectiveness (Abdullah, Che Ros and  Kumar, 2007). 
According to Research Publish Journals (2016), Human Resource Development is premised 
on organizational performance improvement mediated through human expertise and human 
effort. It aims to add value to the achievement of an organization's goals and objectives 
The primary purpose of HRD is to prepare employees to work in the current environment to 
their best possible abilities and to develop them for upcoming challenges. Training and 
development programs create awareness among employees for using new technology 
(Purcell, 2009). 
HRD helps organizations to provide learning practices related to the goals of the organization 
and its employment needs. The training perspective focus is that HRD should be able to 
enhance both the organizations and the employee’s capacity to learn. The performance 
perspective is concerned with ensuring that training should be translated into behaviour or 
performance so as to realize organizational goals. Holton, Holton and Naquin (2010) states 
that from a performance perspective is a process by which employees gain new knowledge 
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that modifies their behaviours and actions. The primary outcome of HRD is training and 
performance. According to (Kaplan, 2006), one of the important developments in the field of 
HRD is increased focus on work-based training or what is often referred to as informal 
methods of training. Organizations need to enhance skills and capabilities of its employees by 
encouraging individual training and creating an enabling environment in which knowledge 
can be created, shared and applied to achieve goals of the organization. HRD is the centre of 
employee acquisition, productivity, and growth, therefore, HRD is the process of acquiring 
and increasing the number of persons who have education, skills, and experience which are 
critical for performance (Paauwe, Guest and Wright, 2013). The focus on human resource 
development has an indirect relationship with the profitability of the organizations and 
employee’s performance. Therefore, any organizations that want to optimize the performance 
of their employees must provide HRD programs. This will also enhance the organizations’ 
productivity by improving the effectiveness and efficiency of work assigned (Rothwell, 
Prescott Lindholm, Yarish, Zaballero & Benscoter, 2012). 
1.1.1 Ministry of Sports, Arts, Culture and Sports 
According to Sessional Paper no. 4 of 2005 on youth development (2005), the Ministry was 
first formed on 7th December 2005 by His Excellency the President as part of the 
reorganization of the Government. It was named Ministry of National Heritage and Culture; it 
was hived off from the then Office of the Vice-President and Ministry of Home Affairs. After 
the Promulgation of the new Constitution of 2010, it was renamed Ministry of Sports, 
Culture, and Arts. The Ministry of Sports, Culture, and the Arts is artistic, cultural and youth 
empowerment in nature and for sports development. The Ministry comprises of Department 
of Culture, Kenya National Archives, Presidential Music Commission, National Library 
services, and Kenya Cultural Centre as well as a state corporation National Museums of 
Kenya. The Administration and Accounts Department are located at Kencom House, Moi 
Avenue 1st and 2nd floors. It is vital for the Public Service to continually examine its 
performance to renew and improve its service delivery modalities. Much effort has been 
made to improve performance levels within the Public Service. The Public Service in tandem 
with technology should continuously improve the optimal utilization of the HR at its disposal, 
given the labour-intensive nature of the Public Service, it is critical that the optimal 
performance of its public servants is ensured. While much effort has been made to improve 
performance levels within the Public Service, criticism continues about poor service delivery 
and lack of responsiveness to the needs of the citizens. Notwithstanding legal constraints such 
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as shortages of skills, many of the concerns around the provision of services may work to 
public servants performing poorly. These views (whether right or wrong) the perceptions of 
public employees are incompetent and are not held accountable for performance. The 
Government has attempted to address these concerns and opinions through various measures, 
such as more efficient recruitment practices, HRD program to enhance performance and also 
to improve the corporate image (Sangweni, 2007). 
According to Cardy (2004), high performance and quality service is the ultimate aim of 
MOSCA; HR costs represent the lion's share of government budgets, effective HRD is 
necessary because performance cannot be achieved without proper HRD strategies in place. 
Serious attempts have been made by MOSCA to find out what services the public is 
requesting and expect. The government is putting a considerable effort into making 
Ministries useful. 
There arises the need to design HRD strategies that will ensure that the Public employees are 
self-motivated and that their aspirations are aligned with organizational goals. MOSCA s 
viewed areas that are required to assist employees become more productive through increased 
skill level and introduce appropriate HRD activities. 
1.2 Statement of the Problem 
The ineffective practice of HRD can result in various problems such as reduced employees' 
ability to develop and apply new skills, a decrease in staff productivity, an increase in 
employee turnover and low performance of organizations. Problems in HRD are created as a 
result of HRD programs failing to address the organizational and staff' needs. HRD activities 
if properly implemented can increase performance thus reducing losses, strikes, reduced 
services, employee turnover. HRD is a vital tool for enhancing job-related performance and 
organizational effectiveness. 
Several studies have addressed current HRD practices as an issue of the HRM. The non-
technical employees in MOSCA have been ignored since the formal educational system does 
not adequately teach specific job skills for a position in a particular organization, so 
employees don’t have the requisite skills, knowledge, abilities and competencies needed to 
perform a specific job. As a result, HRD activities are required to enhance their performance 
to make a substantive contribution towards the organization’s growth. Employees who 
expressed the desire to pursue university degree were not given paid study leave or their 
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applications for study leave were turned down, with those who were persistent were advised 
to resign. The employees who sought for part-time programs were disengaged after 
completion of their education because the management claimed their qualifications were not 
relevant to the job. The few who are retained are not promoted for their added skills and 
competencies. The existing studies in this area have taken a general HRM focus creating a 
gap on issues such as the effect of HRD on employee performance. This research sought to 
determine the effect of HRD on organization's performance. 
1.3 General Objectives 
The general objective of the study is to establish the effect of HRD on Organizational 
performance. 
1.3.1 Specific Objectives. 
i. To determine the effect of HRD on competencies in the Ministry of Sports, Culture 
and Arts. 
ii.  To examine the effect of HRD on the recruitment in the Ministry of Sports, Culture 
and Arts. 
iii. To investigate the effect of HRD on employee retention in the Ministry of Sports, 
Culture and Arts.   
iv.  To examine the effect of HRD on Corporate Image in Ministry of Sports, Culture and 
 Arts. 
1.4 Research Questions 
i.  How does HRD affect competency in the Ministry of Sports, Culture and Arts?
 
ii.  In what ways does HRD affect the corporate image in the Ministry of Sports, Culture 
and Arts? 
iii. What is the effect of HRD on recruitment at the Ministry of Sports, Culture and Arts? 
iv.  How does HRD affect employee retention at the Ministry of Sports, Culture and Arts? 
1.5  Significance of the Study 
The policy makers at MOSCA will find the study useful by acknowledging the existence of 
the problems whereas the employees who are the target of this study will benefit should the 
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solutions of the survey be implemented.  For students and researchers, the finding of this 
study is important in providing information and a source of reference for future research. 
1.6 The scope of the study 
The researcher conducted the research at MOSCA headquarters Kencom House, Moi Avenue 
Nairobi. The data was collected from employees in accounts, Finance and Procurement 
departments. Fifty respondents were selected from a target population of 300. The research 
was conducted between September and October 2016. 
1.7 Chapter Summary 
Chapter one has presented the introduction, giving the background of the study, background 
of MOSCA, statement of the problem, research questions, and significance of the study, 
definition of terms, general objectives, research questions, study scope.  
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction  
This section presents the theoretical literature review, empirical Literature review, summary 
and research gaps and the conceptual framework. Researchers have developed new theories 
and conceptual frameworks that address a broad range of phenomena of interest to the HRD 
profession (Cohen, 2007). A critical area of inquiry has been to try and figure out the current 
boundaries of HRD. Defining HRD has not been so straightforward, and the writers and 
researchers are continuously debating the issue, and there seems to be no consensus, despite 
the fact that numerous efforts have been made to define it (Ferraro, 2012). HRD has become 
a widely-used term, and its conception varies widely. In this study, it refers to the 
organizational effort to develop skills, knowledge, and behaviour of employees so as to 
realize the organization needs.  
According to Gerson  and Gerson (2007), human resource development is the integrated use 
of training, organization, and career development efforts to improve individual, group, and 
organizational effectiveness. The improvement is as a result of a systematic process through 
which employees of an organization acquire a new skill and improve the talents that can be 
beneficial to the organizations based on services of a systematic process with specific 
learning objectives. 
2.1 Theoretical Literature Review 
This research is anchored on the following theories, Economic Human capital theory, 
Psychological theory and system theory which are discussed as following. 
2.1.1 Human Capital Theory  
The Human Capital theory was proposed by Schultz (1961) and developed by Becker (1994). 
Human capital theory introduced by Becker (1964) urges that there is need to invest in 
education either formal or informal, this increased employee’s productivity. Organisations 
decisions are based on this theory. On what type of HRD activities produces the highest 
return in terms of productivity. According to the theory, education or training raises the 
productivity of workers by imparting useful knowledge and skills thus increases an 
employee’s lifetime earnings (Githinji, 2014).  
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The human capital theory focuses on the effects of the variance in employee skills on 
performance. HR is the pool of human capital in the organization control, and the relationship 
is a direct employment. Human capital theory application focuses directly on their 
competencies of employees in organizations.  
The economic importance of human capital theory, according to Özkoç and Çaliskan (2014) 
“the most valuable of all capital is that invested in human beings”. It differentiates 
organization specific human capital from general use human capital. Examples of 
organization specific human capital include expertise obtained by education and training in 
ICT, Accounting, Procurement processes specific to a particular organization. General use of 
human capital is knowledge gained through education and training in areas of value to a 
variety of group in expertise in HRM. The challenging issues of human capital theory in light 
of the finding of Purcell (2009) is under the employment of credentialed knowledge, created 
as a result of the period people invest in acquiring advanced formal educational qualifications 
but are unable to obtain a job that is commensurate with the qualification.  
There is a large and growing body of evidence that demonstrates a positive linkage between 
the development of human capital and organizational performance. The emphasis on human 
capital in organizations reflects the view that market value depends less on tangible 
resources, but rather on intangible ones, particularly human resources. Recruiting and 
retaining the best employees, however, this is only part of the equation. The organization also 
has to leverage the skills and capabilities of its employees by encouraging individual and 
organizational learning and creating a supportive environment where knowledge can be 
created, shared and applied. This research will assess the context in which human capital is 
being discussed and identify the key elements of the concept, and its linkage to other 
complementary forms of capital, notably intellectual, social, and organizational. It will also 
examine the case for human capital making an impact on performance, for which evidence is 
now growing, and explore mechanisms for measuring human capital. The interdependency 
between HRD practices combined with the idiosyncratic context of particular companies 
creates high barriers to imitation. Essentially, the human resources must be valuable; they 
must be latent with productive possibilities (Cardy, 2004). Therefore, the human capital 
advantage depends on securing exceptional skills. 
The human capital principle is that time and money spent on education builds human capital, 
organisations can be able to establish the rate of return on investment, just as in a physical 
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capital like machinery or buildings. Investment in employees in an organisation involves 
costs and opportunity cost in terms of time spent on employee development activities, this 
makes the individual employees more productive and accrued future benefits which is better 
work performance, higher salary for the employee. 
Employee development can be organisational specific or general. Organisational 
development is specific and is non-transferable and has no value outside the organization. An 
example is learning to operate specially designed machinery not used elsewhere. General 
training, on the other hand, is useful beyond the current organisation. Computer knowledge, 
typing or even learning to operate a forklift are some of the examples of general training. All 
of these skills could be of some value to other employers (Cardy & Selvarajan 2006). 
2.1.2 Behaviourism 
John B Watson devised methodological behavior in 1913, a science of observable behavior, 
which sought to understand behavior that could be measured, observed and recorded. 
Behaviorism assumes positive and negative reinforcement impart learning, the employee who 
behaves in a correct way is praised while the employee who behaves in a wrong way is 
punished, a change in behavior indicates success, learners start off and the behaviour is 
shaped through positive or negative reinforcement. 
The behavioural perspective on HRD can be defined as the use of employees  as tools for 
shaping patterns of behaviour that help to achieve organizational goals and objectives 
(Caliskan and  Isik, 2016).  
 The characteristics of an employee do not provide value to the organization unless they are 
channelled through employee behaviours. On the other hand, employees must have the 
competencies necessary to exhibit these desired behaviour and attitude employees’ behaviour 
and attitude determines the extent to which the employees will use their capabilities within 
the organization. If an employee has good attitudes and behaviours such as high job 
satisfaction and great job commitment they are more likely to work for the benefits of the 
organization, thereby positively affecting organization performance (Rothwell, indholm, 
Yarrish , Zaballero and Benscoter, 2012).The decision-making approach focuses on the 
importance of decision making, which is a reference between goal-oriented behaviour and 
behaviour that does not optimize goal achievement. Decision makers are bound by 
restrictions in the environment and therefore choose alternatives that meet only their 
minimum criteria for success rather than seeking an optimal solution. 
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In some cases despite HRD programs in an organisation, some employees succeed at learning 
new skills and knowledge while others fail to grasp even the basic concepts and thus their 
performance do not improve,  this can be as a result of behaviour influence. 
2.1.3 Systems Theory 
Systems theory was founded by Ludwig von Bertalanffy and William Ross Ashby between 
1940s-1970s on the principles from the fields of physics, biology, and engineering and later 
on included further fields of philosophy, sociology, organizational theory, management and 
economics among others. It sees the world in terms of ‘systems' where each system is a 
‘whole' but also itself a part of the larger system (Perreault, 2011). 
Organizations are systems. A system is defined here as a collection of elements in which the 
performance of the whole is affected by every one of the parts and the way that any part 
affects the whole depends on what at least one other part is doing. In the organizational 
context, HRD is a sub-system and a system of its own because human resources are the prime 
movers of all other physical resources and transform those input resources into valuable 
output in the form of product and services. This transformational process involves a host of 
human resource development processes, for that reason, human efforts are required to gauge 
performance by observing changes in human behaviour. 
These are three ways in which the system theory supports HRD. It provides information, 
knowledge, and data about systems, Capabilities with the potential to act and direction, 
guidance for fields of activities and development. Information provided by system theory is 
simply raw data without professionals it cannot be used since organizations interact with the 
external environment and coordinate between the internal affairs of the organization and the 
business environment; it is termed as an open system. This theory is based on the assumption 
that an organization or an individual cannot develop in a vacuum, they have to expose 
themselves to the external world for growth and development (Tayefi, 2007). 
2.2 Empirical Literature Review 
In a study of several organizations Tayefi (2007) found positive results for an employee-
attitudes-mediated model of HRD practices which leads to decreased turnover and 
absenteeism. HRD practices should be aligned with business strategies for better management 
of the organization this has a great potential for success leading to positive attitudes about the 
organization. An increase in the positive behaviour of employees will mediate the 
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relationship between a sound HRD practices and organizations performance (Rothwell et al., 
2012). 
HRD Practices purposes are to develop skills of human capital of employees because of its 
positive impact on the organizations' performance. Neuman (2007) found that HRD programs 
increased the return on investments of organizations. He also examined the extent by which 
HRD provided to new and existing employees and found that building employee skills 
improves organizations performance. The degree to which HRD practices directly enhance 
operational performance can easily be determined. According to Githinji (2014), the public 
service in Kenya has for a long time not put emphasis on the importance of HRD program 
chances that employees might be employed in the Public service and retires without ever 
attending any HRD activities to upgrade their skills. There is a need to recognize that HRD is 
an important development tool for employees and also enhances the employee and 
organizational effectiveness. 
In a study on the effect of staff training and development on performance and the relevance 
of training programs offered to the employees of Co-operative College, Lwiki (2007) found 
that 90% of the programs were relevant to the performance of employees. Training also has a 
positive impact on efficiency, effectiveness, and promotion of the corporate image of the 
College. 
A study conducted within the Teachers Service Commission sought to determine the impact 
of training and development on the effective performance of employees. The study found that 
training and development impact positively on productivity and increases efficiency. It also 
improves the quality of work, enhances the morale and teamwork among the employees. In 
this study, the shortfall was that performance had been viewed from a narrow perspective. In 
a study Githinji (2014), on the Effect of HRD professionals' expertise on the effectiveness of 
management development in Civil Service in Kenya found that only 34.9% of HRD 
professionals had a vision for the HRD function, 38.9% was good, and a fraction of 2.3% was 
poor. Empirical findings from Holton & Naquin (2010) argued that HRD professional's 
vision must demonstrate the correlation of HRD activities with improved performance. The 
study concludes HRD professionals were not aware of the HRD vision for their function and 
it is imperative that HRD professionals to ensure that theirs is a shared vision for the other 
managers to support it for their effective development. 
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According to Kaplan (2006), the study on HRD mechanism and performance of Public Sector 
Accountants in Nigeria examined the HRD mechanisms on the performance of public sector 
Accountants in Nigeria and found substantial evidence of the relationship between human 
resource management practices and performance of employees. The study highlighted the 
relevance of HRD practices to achieve and sustain employee performance in modern 
organizations. The study, therefore, recommends that public sector organizations should 
pursue a strategic and purposive HRD practices that will improve the quality of HR. Public 
sector managers should see investment in human capital as the only means of improving the 
performance and productivity of employees 
Human resource development (HRD) is among the essential functions of human resource 
management. The aim of human resource development in an organization is to maximize the 
productivity and increase the return on investment to all the organizations' stakeholders. 
Human resource development is usually based on the training and educational programs 
designed to ensure the continuous improvement of both the individuals and agencies. 
 
2.2.1  Employee Performance 
According to Kum, Cowden, and Karodia (2014), skills necessary for public servants include 
Administrative skills, political and policy skills, skills related to public service values, and 
emotional and personal attributes. The skills as mentioned earlier may lead to high 
performance of civil servants and public sector organizations. The conceptualization of HRD 
by the various scholars above point to the fact that it is a medium by which employees in an 
organization are transformed from their present state to a desired state of affairs in the area of 
improved skills and knowledge through training, the ability for the purpose of achieving 
enhanced performance of organizational workforce. This means that an organization that 
lacks the capacity to improve its employees in the area of training for required skills and 
knowledge through the adoption of the strategy of HRD is more likely not to have in its 
employment the competent workforce needed to achieve its goals of enhanced 
products/service delivery for profit maximization. The preceding implies that there is a 
relationship between HRD capability of an organization and higher productivity of the 
employees of that particular organization. 
Active HRD programs play a significant role in making the workforce well equipped with the 
necessary skills, knowledge, and behaviour that they need to accomplish their duties and 
responsibilities successfully (Kum, Cowden and Karodia, 2014). The employee's 
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performance is the use of knowledge, skills, experiences and abilities, to perform the assigned 
mission required by their managers efficiently and effectively. The importance of the 
employee's performance can be to assist in considering the cost of the resources used to 
measure the quantity and quality of work done, assist in surviving and excelling between 
organizations, help to assess and attain established performance goals, to increase the 
efficiency and helps to make the right decisions. 
Kaplan (2010), states that the primary methods of evaluating employee performance are 
based on employee attributes which can confirm the characteristics or qualities necessary to 
the organization. Ability of an employee is necessary to complete a job successfully and 
achievement shows the extent to which specific objectives have been met. If an employee is 
not able to measure performance then he cannot control and manage or even deliver in an 
organisation. 
The main reason for organizations to invest in HRD activities is to improve job and 
organizational performance through knowledge, skills and attitudes change. If employees 
cannot transfer the learning acquired and make use of it in the actual job and organization's 
working environment, the training and education are not useful because they do not address 
the expected job performance for the individual neither the job nor the organization in a 
normal working situation. HRD activities aim to unleash the potential that lies within the 
employees of the organization (Roberts, 2015). 
Firms can establish a sustainable competitive advantage through the implementation of a 
value or a competitive advantage creating strategy, which is not being carried out by any 
current or potential competitors. Under the resource-based view of the firm, successful firms 
can achieve sustainable competitive advantage by acquiring and maintaining valuable 
idiosyncratic resources, which are rare, imperfectly imitable and non-sustainable, and a firm’s 
HR can be a source of this sustainable competitive advantage (Elnaga and Imran 2013). 
Empirical evidence has been found for ‘bundling’ practices due to added synergies gained 
from the conglomeration of practices, which leads to additive or multiplicative higher returns 
than individual components. Kimmel (2009) note that, implicit in the notion of a “bundle” is 
the idea that practices within bundles are interrelated and internally consistent, and that “more 
is better”. His study of automotive assembly plants found that plants with “high commitment” 
HRD bundles of practices, consisting measures of employee skills and training outperform 
mass production plants. Nzomo (2011) determined the extent to which HRD systems directly 
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enhance operational performance. The authors propose that different firm strategies will 
require different attitudes, roles and behaviours of employees, which can be elicited from 
employees via different HRD practices. Paauwe, Guest, & Wright (2013) tested the 
relationship between human capital enhancing HRD system and operational performance and 
found significant results. Past research has found that performance-oriented and employee 
skills developing practice shave a positive effect on firm performance. Empirical evidence 
points to the effectiveness of incentive systems that tie individual and group rewards to 
organizational performance. According to expectancy theory (Mutahaba, 2011), when pay is 
tied to some measure of individual or group performance, employees are more likely to work 
harder to increase the individual’s, group’s, or the organization’s performance, and an 
increase in the performance in any of these areas will lead to an overall improvement in firms 
performance. 
2.2.2 Effect of HRD on recruitment  
The recruitment process is related to an action of searching for qualified employees to fill in 
the vacancies or to hold any available positions. Having the right and capable person is not an 
easy task which will indirectly affect the performance of the organization. The adoption of a 
reliable recruitment system is considered as the starting point in human resource 
development. It includes the concern on education and skills' requirements and expectations, 
and it has to suit the policies and procedures designed in line with the organization goals 
(Ahmed and Hanson, 2011). 
The recruitment process is related to an action of searching for qualified employees to fill in 
the vacancies. Having the right and capable person is not an easy task which will indirectly 
affect the performance of an organization. Failure at this stage can lead to bad appointments 
which inevitably result in poor performance as well as service delivery. 
Many studies have found a positive relationship between recruitment and selection and 
employee performance. Gerson and Gerson (2007), stressed that by adopting best procedures 
in recruitment and selection, it allows a high quality of skill in the organization. He also 
stressed the importance of HRD as a complement of selection practices through which the 
organizational culture and employee behaviour can be aligned to produce positive results. 
Since performance is a multi-faceted and complicated concept, HRD outcomes are used as 
mediating factors between HRD practices and employee performance.  
14 
 
Recruitment practice can ensure that the right people, with the desirable characteristics and 
knowledge are in the right place, so that they fit in the culture and the climate of the 
organization. Moreover, pinpointing the right employees would decrease the cost of 
employees’ development for the organisation. Purcell (2009) argued that selective 
recruitment is a key practice that creates organisation benefits, he also examined HRD 
practices of high performance organisations and found that attracting and selecting the right 
employees increase the employee productivity, boost organizational performance, and 
contribute in reducing turnover.  
Cohen (2007) argued that recruitment standards reflect not only organizations' skill 
requirements but also the preferences of various groups for such standards and their ability to 
enforce these preferences. Pan and Lopez (2008) proposed that a possible indirect link 
between selective hiring and organizational performance can be the forging of internal bonds 
between managers and employees that creates the write culture for productivity growth. 
Selective recruitment improves organization performance and ensures the presence of 
employees with the right qualifications, leading to better services and consequently increases 
organisational performance. 
Purcell (2009) examined pre-employment tests as a key component of selective recruitment 
and found that when employed, these tests can select employees that stay with a company 
longer. Passing pre-employment tests may give an applicant a stronger sense of belonging to 
the company, resulting in higher degrees of commitment if employed. Neuman (2007) 
pointed out that for small organisations recruiting is often problematic. This can be due to 
several reasons such as limited financial and material  resources  and  jobs  with  unclear  
boundaries  responsibilities,  which  decreases  their potential to recruit qualified candidates. 
2.2.3 Effects of HRD on Competencies  
Competency is not just acquiring of skills and knowledge it's the application of the skills and 
knowledge in the real workplace to accomplish specific tasks and achieve a specific 
objective. According to Kimmel and Hoffman (2002), competence is action and achievement. 
It should be displayed on whoever interacts with the public servant while seeking services in 
the Public office. In the public sector, competency management is important, and it involves 
a new way of looking at careers. Traditionally careers were based on qualifications and 
seniority (Mugenda, 2010). 
15 
 
In a competency-based system, careers are based on the HR of the organization. They are 
responsible for developing their competencies. Competence is necessary for recruitment, in 
the Public-sector job adverts; it regulates the competencies level an applicant is expected to 
possess for the job application.  According to Özkoç and Çaliskan (2014), the skills as a 
measurement tool helps to identify behavioural factors relevant to performance in the role 
and viewed as how the job is carried out. Hence many organizations use competency models 
as a part of their employee development program to appraise behavioural.  
HRD is a sub-system of HRM, and it's a process of competence and commitment, 
development of HR of all cadres in the organization, in the process of HRD competence and 
engagement to develop HR muse focus on the relation to their existing and future jobs or 
roles. Purcell (2009) suggests that there are three categories of competencies, behavioural, 
managerial and core competencies. The first is attributed to an employee and helps in 
bringing input on the job. The Analysis used is the person and the job, no explicit 
specification of competencies required is mentioned that the employees should have to 
perform the job properly. Managerial competencies, on the other hand, define the knowledge, 
skills, and attitude of personal behaviour. This contrasts with the concept of a behavioural 
competency where the performance criterion is based on characteristics of excellent 
individual performance. According to Rothwell et al. (2012), HRD is the process of 
increasing the knowledge, skills, and capabilities of all people in a given society or 
organization. This according to them is done through the process of formal education, on the 
job through regular and informal training program and also for self-development on the part 
of the individual employee through personal initiative, arising from his/her willingness to 
acquire new ideas for higher productivity. HRD is, therefore, a vital strategy for the 
improvement of employees for the attainment of organizational goals of enhanced products 
and service delivery for the survival and growth of any enterprise either in public or private 
sector. The Competency issue is not whether the employee is trained but whether the 
employee can do the job required. How the competency is developed is unimportant, 
competence has no time limits, individuals develop and acquire them at their pace. 
Employees are considered competent rather than incompetent. Competence considers 
relevant job performed and the minimum level of achievement that is necessary to carry out 
that job efficiently. 
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According to Kimmel and Hoffman (2002), the Public servants claim they have the 
competencies for the jobs they perform, due to the qualification and certificates for the jobs 
they perform. It is necessary for the public servants to deploy their competence to uplift the 
performance of the civil service and enhance the delivery of public offices, an employee is 
not competent not just because of what they can do but because of how they apply the ability 
in the workplace. Civil servants are transferred from one Ministry to another, not because of 
their success but because of their poor performance, the competencies possessed do not 
translate to performance. According to Ferraro (2012), the transfers from job to job should be 
based on job-related competencies to improve the organization performance. Most of the 
HRD in the Public service has been more on skills acquisition of knowledge and hence, there 
is a need to shift to competency. Gerson and Gerson (2007) argues that organizations 
complain that school awards degrees, but it is not a guarantee that graduates have mastered 
the skills, so organizations have to train then on core competencies so that they can be able to 
work for the who employ them. 
Human capital theory focuses on the effects of the variance in employee skills on 
performance. Human resource is defined as the pool of human capital under the 
organisation’s control in a direct employment relationship (Kum, Cowden and Karodia, 
2014). Application of human capital theory focuses directly on the skills or competencies of 
employees in organizations. Birner (2002) recognize that the characteristics of individual 
employees which do not provide value to the organisation unless they are channelled through 
employee behaviours, but employees must have the competencies necessary to exhibit these 
desired behaviours.  
Bliss, Cohen and Harcourt (2005) propose that higher levels of human capital or employee 
skills lead to greater capabilities to develop more efficient means of accomplishing tasks 
requirements and greater capability to respond to environmental changes, leading to sustained 
competitive advantage. HRD practices are the levers or mechanism through which employee 
skills can be developed. Organisations may do this by implementing HRD practices that place 
an emphasis on development of skills of employees. For instance, performance-oriented 
practices encourage employees to gain skills that will enhance their job performance. 
Strategically aligned practices, which emphasize the alignment of HRD practices with the 
business strategy, determine which skills are necessary for the successful implementation of 
organizational strategies. Therefore, it is believed that employee skills are a key antecedent to 
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organisations performance. Thus, it is proposed that one of the primary mediating process by 
which the effects of HRD practices are converted to organisation’s performance is through 
changes in the skill level of employees (Hayek, White and  Caldwell, 2011). 
2.2.4 Effect of HRD on Corporate Image 
Caliskan and  Isik (2016) stated that corporate image consisted of two main components; the 
first is functional such as the physical characteristics that can be measured and evaluated 
quickly. The second is emotional such as feelings, attitudes and beliefs the one have towards 
the organization. These sensitive components are consequences from an accumulative 
experience of Employees and are the most precious asset for any company as they can build 
up or destroy the reputation of the business and they can affect profitability. 
According to Research Publish Journals (2016), government activities are HR intensive. 
Therefore, HRD practices are vital to improving the quality of services offered by the 
governments, the effective use of HRD is crucial for the provision of useful public service 
and the development process of a nation. The Millennium Development Goals or any other 
Development objectives for that matter will not be achieved within the context of an 
ineffective public service. 
HRD enables organizations to rapidly assume new identities and enhance Corporate Image, 
competent and motivated employees are proud to be identities with their organizations they 
also interact with external stakeholders in a professional manner. According to Paauwe, 
Guest and Wright (2013), HRD can enhance Corporate Image by implementing the HRD 
practices which are vital in an organization and it is viewed as an intangible asset and 
investment. He further states the effect of corporate Image on stakeholder, customers and job 
security for employees. 
Roberts (2015), maintains that the Public service needs to be mindful of the relationship 
between the kind of policies they practice and the quality of the HR they require. There is a 
need to revamp the image of the Public Service and the negative publicity. As long as the 
image continues to push the best employees out of the Public Service while at the same time 
repelling young graduates, efforts to portray the Public service as being excellent in employee 
performance cannot be successful. 
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The functions of HRD add value to organization by implementing four main roles. These 
include strategic partner, change agent, administrative expert and employee champion. Each 
of the roles mentioned is a facet of the HR function and has a significant effect on the 
organizational mission and operational objective. According to Ferraro (2012), HRD can 
increase the economic value of organization. Corporate reputation is therefore an important 
factor that influences stakeholders’ behaviour as well as the employees, management, 
customers and investors. To add organization value, the functions of HR must focus on the 
actions that build employee competencies that in turn influence corporate reputation 
2.2.5 Effect of HRD on Retention  
Graetz (2002) maintains that the employee turnover is one of the most persistent challenges 
in the Public sector, seen in the context of retention, associated with vacancy rates and skill 
shortages. Apart from the enormous monetary costs of losing staff related to loss of expertise 
and institutional memory and the impact on service delivery. 
The Public service in the recent past is experiencing challenges as to whether to develop its 
employees and then how to retain them because of the massive expenditure on HRD 
activities, the exit of these employees means financial loss and the employers' loss. Due to 
competition, more experienced and qualified staff looks for more lucrative opportunities 
elsewhere outside the Public service (Rothwell et al., 2012). This scenario has created a new 
challenge for the Government organizations. However, it has been observed that re-
designation in the same organization can affect the organizational and employee performance 
to some extent, but migration of employees from one organization to another, particularly in 
the highly competitive environment can influence the organisation’s performance to a great 
extent. Organizations attract experienced employees to improve their performance. 
Organizations can only invest in the physical capital like machines without much concern for 
their return on investments. But investment in developing the employees requires some 
careful strategy for retaining the employees' after developing them. Therefore, many 
organizations today avoid investing on their HRD activities directly but find it fruitful rather 
attract the experienced professionals from the labour market on the competitive wage rate. 
(Githinji, 2016) 
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While in pursuit of HRD in the public service has been praised, it remains true that the idea 
of working for Public service no longer inspires employees with experience and 
qualifications. Being a Public Servant has become less attractive and less motivating than 
being a manager or an employee in a private enterprise (Mugenda, 2010). 
In the Public service, most of the strategic plans are designed by external consultants and 
hence are not sustainable. The sustainable situation would require that HRD professionals in 
the Public Service who can serve as strategic advisers and internal consultants to the Public 
Service on matters of reforms especially those related to human resources development 
including attracting and retaining the experienced and qualified employees. It is difficult for 
Public Service to develop Human Resource by neglecting the planners, implementers, and 
evaluators of HRD programs, therefore, the situation must be reversed (Kimmel and 
Hoffman, 2002).  
Although sets of innovative HRD practices have been proposed to enhance effectiveness in 
organizations and to retain talented employees (Dessler, 2009), such practices are narrowly 
focused and these suggestions are often not theoretically grounded. The conceptual model of 
Purcell (2009) may be a good starting point. This model suggests that four organizational 
practices may influence work-related attitudes and behaviours, namely, information-sharing, 
empowerment, competence development and reward. However, studies have shown that 
reward is a complex process that may not be fully understood without taking into account 
some of its underlying dimensions, namely the distributive, procedural and non-monetary 
recognition aspects (Kaplan, 2006). 
2.3 Summary and Research gap 
The theoretical and empirical review of the literature reveals that there is a lot of research 
which has been done on Human Resource Development and organizational performance. 
However, other researchers have concentrated on specific technical areas of the public 
domain; no research has been conducted on the effect of human resource development on 
organizational performance in MOSCA.   The size and effect of quality of performance may 
not be similar in individuals and organisations must recognize and apply varying solutions to 
the emerging issues. Other research done has focused more on technical staff and the not the 
development aspect of all the employees in MOSCA. The effects of Human resource 
development on organizational performance in the public sector go a long way in recruiting 
and retaining employees. There is, therefore, need to research on effective HRD strategies 
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concerning HRD relevant to organizational goals to provide a work enabling environment for 
employee performance for an excellent Organization. Employee performance is dependent on 
some other variables not mentioned in this research, other researchers have not been able to 
come up with conclusive methods that guarantee Organizational performance even if an 
organization has put measures to increase employee performance, but does not mean the 
employees will perform at their optimum. 
This study seeks to fill the existing research gap by determining the effect of human resource 
development on organizational performance in the public sector. The study will rely on 
untested assumption about the relationship between qualities of performance as measured by 
researchers. 
2.4 Conceptual framework 
Human resource development is a department in factors of production that combines other 
production inputs to obtain the desired outputs. HRD is the integrated use of training and 
development, organizational development and career development to improve individual, 
group and organizational effectiveness. 
In the conceptualisation of the study, the researcher attempted to build a relationship between 
the two key variables. HRD is the independent variable and the dependent variables are the 
factors of organization performance like training, recruitment and retention. The three key 
activities involved in HRD include training, education, and development. Training is a 
learning activity provided by employers to employees, to help them perform, their current 
jobs more efficiently. Education focuses on learning designed to prepare an individual for a 
job different than the one currently held. The HRD activities involved in organisation are 
organized under the four main independent variables; recruitment, competency, corporate 
image and retention. 
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Figure 2.1 Conceptual Framework 
2.5  Operationalization of  Research variables 
The conceptual framework for the study had two variables which were the dependent and 
independent variables. The dependent variables were recruitment practices, competencies, 
Corporate Image and Retention. 
HRD may be related to organisation performance in many ways, HRD programmes increase 
the organisational performance specifically employee skills, which in turn, increases 
employee performance and reduces employee turnover. The three key activities involved in 
HRD include: HRD is the integrated use of training and development, organizational 
development and career development which are applied to improve individual employees and 
organizational effectiveness (Paauwe, Guest and  Wright, 2013). Purcell (2009) reiterated that 
training is a learning activity provided by employers to employees, to help them perform, 
their current jobs more efficiently; Education focuses on learning designed to prepare an 
individual for a job different than the one currently held; and development focuses on 
providing knowledge or skills within a specified area, but is not necessarily job related. 
Recruitment 
Human 
Resource 
Development 
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2.6  Summary 
This chapter focused on various theories that underpin the study on the effect of human 
resource development on organizational performance in the public sector, conceptual 
framework, empirical review and summary and research gaps.  
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CHAPTER THREE 
RESEARCH METHODOLOGY 
3.0 Introduction 
This chapter outlines the research methodologies, strategies and design used in the study, 
including procedures, participants, data collection tools, data collection and analysis methods, 
data credibility issues and presentation methods. 
3.1  Research design 
A research design is a scheme, outline or plan that is used to generate answers to research 
problem (Neuman, 2007). The focus of this study was to identify the effects of human 
resource development on organizational performance in the public sector: case study of the 
ministry of sports, culture & arts. This research used descriptive research design. This is 
because descriptive research presents facts concerning the nature and status of the situation as 
it exists at the time of the study. The descriptive method was used because it describes things 
the way they are. (Neuman, 2007) 
3.2  Target population 
This is the total population from which the study draws its sample. The target population used 
in the research was based on the number of employees in MOSCA. The target population was 
300 employees of MOSCA Headquarters. A population is an entire group of individuals with 
some observable characteristics (Ghauri and Grönhaug, 2005). The study group consisted of 
the top management, middle management, and Lower cadre employees. 
3.3  Sample and sampling techniques 
The study used stratified random sampling. When the population from which a sample is to 
be drawn does not constitute a homogeneous group, then stratified sampling technique is used 
to obtain a representative sample. The population is stratified, and sample items are selected 
from each stratum, the item chosen from each stratum is based on random sampling. Ghauri 
and Grönhaug (2005) argues that for any sample to be representative, the sample must be at 
least 10% of the target population. Forty out of the fifty which translates 80% of the 
respondents was used in the study. 
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Table 3.1 Sample size 
Staff Cadre Target population  PERCENTAGE %) Sample size 
TOP MANAGEMENT 75 20 12 
MID- LEVEL MGT 100 30 16 
LOWER CADRE 125 36 22 
Totals 300 100 50 
Source: MOSCA (2016) 
3.4 Data collection instruments  
To obtain information from the respondents about HRD and challenges in the selected 
departments in this study the researcher used one type of data collection instruments. In this 
study structured questionnaire prepared in the form of Likert scale was used to collect the 
required data concerning the objectives of the survey. Questionnaires were used because they 
are more efficient and that they required less time, less expensive and permits collection of 
data from a broad population (Orodho, 2005). 
3.5 Pilot Study 
The pilot study was to determine the validity and reliability of the questionnaire. A pilot test 
is a test research project that authenticates the research tools used and it increased the level of 
accuracy of the data collected. It provided the researcher with an opportunity to rectify 
questions that might be misinterpreted or may not have been necessary and those that 
contradicted the objectives of the research undertaken. The researcher carried out the pilot 
study and validated the questionnaire. The pilot study was based ons the 5 members of staff 
which represents 10% of the sample size, this conforms with (Kothari, 2008). This facilitated 
the necessary revision and modification of the research instrument thereby enhancing 
validity. The pilot data was not included in the actual study (Kothari, 2008). 
3.5.1  Validity  
Validity refers to the extent of accuracy of the results of the study. The validity of the results 
can either be internal or external. Internal validity refers to the analysis of the accuracy of the 
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results obtained. External validity refers to the analysis of the findings as to whether they can 
be generalized (Ghauri and Grönhaug, 2005). Where measurements are used, there are 
different types of validity. Face validity describes the extent to which the measure used is 
reasonably capable of measuring what is under study. Convergent validity describes the 
magnitude of the measurement used can bring similar results if used elsewhere and divergent 
validity that describes the extent to which one construct is distinguished from another (Ghauri 
and Grönhaug, 2005) In this study, validity was taken into consideration because the 
questionnaire was constructed by the researcher, it is designed from the researcher's needs 
about the study topic and so brings advantages in the sense that it measures exactly what the 
researcher intends to measure. The questionnaire was also subjected to expert opinion to 
ascertain its validity.  
3.5.2 Reliability test 
Reliability refers to the stability of the measure used to study the relationships between 
variables (Ghauri and Grönhaug 2005). The questions in the questionnaire were designed 
taking into consideration the issues related to the problem and goals of the study and theories 
on the subject. It is therefore believed that the responses and results from this study are 
reliable. Internal consistency reliability was used because it is easy to compute and only 
require one sample of data. 
3.6 Data collection procedures 
To establish the effect of human resource development on organizational performance, a self-
administered questionnaire was used as instrument in data collection and distributed to the 
respondents who were given time to complete answering and there after gathered after the 
given response time of about two weeks. The questionnaires contained cover letter 
highlighting the purpose and reason for administering the questionnaire. The reason for 
choosing questionnaire as a way of data collection technique was to guide the researcher to get 
responses in an orderly manner and also save a lot of time and resources. The questionnaires 
specifically elicited the relevant data and aided in answering the research questions. This made 
it easier to get the adequate and accurate information necessary for research. 
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3.7 Data Analysis and Presentation 
Once the questionnaires had been received from the respondents, they were checked through 
to ensure that the questions were completely and accurately answered. Then results were 
presented using percentages, frequency distribution tables, line graphs, bar graphs and pie 
charts. Data analysis and presentation were concerned with editing, coding, classifying, 
tabulating and charting and diagramming research data. Quantitative analysis was used. 
3.8 Ethical consideration 
Ethics refers to accepted principles, judgments or notion of what is right or wrong. According 
to Perreault (2011) ethical Consideration is vital as it stands to protect the professional, the 
individual participating in the selection process. The moral aspect of this study was 
adequately addressed, and participation in the survey was voluntary. Falsification, 
fabrication, and misinterpretation of data were avoided, and the works of other researchers 
and authors used in the research referenced appropriately using APA referencing system. 
Conducting research requires honesty and integrity. To render the study ethical, the rights of 
anonymity, confidentiality, and informed consent was observed. Informed consent, 
individuals participating in research were informed of the nature of the study and may have a 
choice of whether or not to take part in the study. Anonymity of all the individuals involved 
in a research study had a reasonable expectation that privacy was guaranteed. The respondent 
identity was not revealed. Confidentiality of the respondents who participated in a research 
study has a reasonable expectation that information provided to the researcher was to be 
treated with confidentiality and the researcher did not reveal such information to anyone else. 
3.9 Chapter Summary 
This chapter discussed the research methodology. The research design was presented. The 
target population, sample and sampling technique was also discussed. In addition the chapter 
describes the data collection instruments with aspects of validity and reliability tests. The 
chapter further presented data analysis and presentation as well as ethical consideration. 
27 
 
CHAPTER FOUR 
DATA ANALYSIS AND DISCUSSION OF RESULTS 
4.0.  Introduction 
This chapter presents the research findings, limitations of the study and chapter summary. 
These findings were carefully analysed and the responses well represented using graphs and 
pie charts. Percentages corresponding to the figures were used in this analysis to show how 
valuable this information. 
4.1 Presentation of the research findings 
The data was analysed giving thought to the central research question on the topic, the effect 
of HRD on organization performance. The variables used were Corporate Image, retention, 
recruitment, and competencies. Each variable was assessed and looked at individually using 
descriptive statistical analysis. 
4.1.1 Response rate 
According to Kimmel (2009) response rate is the total percentage of people who respond to a 
survey. The questionnaires which were returned were 40 out of the 50 issued, and ten were 
not returned, ignored and not completely answered. The response rate therefore was 80%.  
The response rate is important because it helps to ensure that the survey results are 
representative of the target population. The response rate of 80% is a good response rate 
because it produced accurate and useful results. Several factors determine an acceptable 
response rate. These include the purpose of the research and type of statistical analysis. 
Response rate is more important when the study purpose is to measure effect or make 
generalization to a large population, while it is less important if the purpose is to gain insight. 
Face to face survey is said to be good when the response rate is between 80-85% (Survey 
monkey, 2016). 
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4.1.2 Gender of Respondents 
Table 4.2 Gender 
Gender  Frequency  Percentage (%)  
Male  28  70 
Female  12 30  
Total  40 100  
 
Results from Table 4.1.2 indicate that 70% of the employees of MOSCA were males and 
30% of them were females. This analysis is an indication of a high male composition of the 
members of staff.  This means that the Ministry has not adhered to the 1/3 gender rule with 
regard to the structure of the employees as per the 2010 constitution. 
 4.1.3 The Age of respondents  
The respondents were required to provide their age. The questionnaire had a provision of age 
bracket from which the respondent were required to tick. The respondent age were presented.  
Table 4.3 Respondents Age 
Age    Frequency         Percentage(%) 
20-25     4  10 
26-35     6  15 
36-45     14  33 
Above 46    16  42 
     40           100 
Respondents between the ages of 20-25 years were represented by 10% of the age 
distribution of the sample size. 26-35 and 36-45 years formed the larger proportion of the 
participants representing 15% and 33% respectively. The ages of 46-and above represented 
42% of the respondents. All the respondents who participated in the survey were aware of the 
existence of HRD programs. This is necessary in the development of an effective HRD 
program. 
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4.1.4 Education Level  
The respondents were supposed to indicate their level of education by ticking the appropriate 
box. 
Table 4.4   Educational background of respondents 
 
Educational background  Frequency  Percentage (%)  
O Level.   12     30 
Diploma   16     40 
Degree      8     20   
Masters     4     10 
Total    40     100 
 
Table 4.4 Reveals that a maximum of 30% of employees interviewed had their highest level 
of educational background at the Degree level. Whiles a minimum of 30% of the respondents 
said their level of education was at the diploma level, 40% O-level. This observation implies 
that staff of MOSCA had advanced their educational attainment to the undergraduate level. 
4.1.5 Management Structure 
The respondents were supposed to indicate their level of management  they belonged to by 
ticking the appropriate box. 
Table 4.5 Levels of   Management 
 
Staff Cadre Target population  Frequency Percentage(%) 
TOP 
MANAGEMENT 
75 10 25% 
MID- LEVEL MGT 100 14 33% 
LOWER CADRE 125 16 42% 
Totals 300 40 100 
30 
 
With regards to the current position of respondents, Table 4.5 shows that top management is 
25% and the Middle management is 33%, the majority of 58% of sampled respondents were 
Top and middle-level managers, 42% lower cadre.   
4.1.6 The effect of HRD on skill/Competencies 
The respondents were supposed to indicate  level of agreement by ticking the appropriate box 
 Table 4.6 Individual performance improvement 
Response   Frequency   Percentage (%)                 .         
Strongly Disagree   0    0 
Disagree    0    0 
Neutral    8    20    
Agree     12    30 
Strongly agree    20    50    
     40    100 
 
Individual performance improves if core, managerial and functional skills are enhanced. 
Twenty percent were either neutral or were undecided, 30% were in agreement while 50% 
strongly agree that there is an improvement in individual performance if the core, managerial 
and functional competencies are extended. 
The results clearly indicate that 20 respondents representing a great percentage of 50% link 
HRD to their improved performance that suggests that HRD impacts on employee 
performance partly through improving employee skills which enable them know and perform 
their jobs better. With the help of the results, it is very easy to identify some implications for 
managers to improve employee performance. 
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4.1.7 The effect of HRD on skill/Competencies 
The respondents were supposed to indicate  level of agreement by ticking the appropriate box 
Table 4.7  Organisation performance improvement. 
Response   Frequency   Percentage(%) 
Strongly Disagree   0   0 
Disagree    0   0 
Neutral    4   10    
Agree     15   37 
Strongly Agree   21   53                    . 
     40   100 
Organizational performance improves if core, managerial and functional competencies are 
enhanced. Neutral were 10%, the others 37 % were in agreement while 53 % strongly agree 
that there is an improvement in individual and organizational performance if the core, 
managerial and functional competencies are extended. 
The results clearly indicate that 36 respondents which represent a percentage of  90% of the 
employees in this department link HRD to their improved organizational performance. HRD 
impacts on organisations’ performance partly through HRD activities which equip the 
employee to take up new roles. 
4.1.8 Effect of HRD on recruitment  
The respondents were supposed to indicate  level of agreement by ticking the appropriate box 
Table 4.8  HRD increases effectiveness in the recruitment process. 
Response   Frequency  Percentage(%)           . 
Strongly Disagree   0    0    
Disagree    4   10    
Neutral    6   14   
Agree     10   26 
Strongly Agree           20           50                   . 
            40                       100 
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4.8.1 The recruitment process effectiveness at MOSCA 
The analysis realized that 50% of the respondents were of the opinion that recruiting process 
was off as the right material are always employed, the majority of respondents believed that 
these practices were good and they constituted 26%.  It shows that total of 76 % of the 
interviewees agreed that these measures were effective. The other 14% were either indifferent 
or believed that these measures were not effective and the reasons raised included favouritism 
and bias towards potential employees. More so it was realized that factors such as work 
experience, academic qualifications, interviews and aptitude test used in selecting employees 
make the selecting and recruitment practices very efficient. 
4.1.9 HRD impact on recruitment and Performance 
The respondents were supposed to indicate  level of agreement by ticking the appropriate box 
Table 4.9 HRD affects Recruitment practices and employee performance 
Response   Frequency  Percentage(%) . 
Strongly disagree  0     0 
Disagree   10    25 
Neutral   5    12 
Agree    7    18 
Strongly agree   18    45          . 
    40             100 
The respondents indicated that HRD has an effect on recruitment practices had affected their 
performance, responses are as follows 45% answered that strongly agree, 18% agreed that 
selection practices had changed their performance while 25% disagreed that it has not 
affected their performance.  
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4.1.10  HRD determines source of recruitment. 
The respondents were supposed to indicate  level of agreement by ticking the appropriate box 
Table 4.10  How HRD will determine to fill vacancies internally or externally. 
Response   Frequency  Percentage(%) 
Strongly disagree  0    0 
Disagree   5    13 
Neutral   6    15 
Agree    9    22 
Strongly agree   20    50        . 
    40             100 
The respondents 50% and 22% respectively strongly agreed and agreed respectively that 
HRD determines the source of recruitment while 15% were neutral and 13% disagreed. The 
majority said the HRD programs should be tailored to increase chances of internal mobility 
through promotions, transfers. 
4.1.11 Effect of HRD on retention 
Table 4.11 HRD Increased Employee Retention 
Response   Frequency   Percentage(%) 
Strongly Disagree   0    0    
Disagree    4    8    
Neutral    7    18    
Agree     10    28 
strongly Agree   19    46        .     
     40    100 
It was found out that about74% agreed that MOSCA was making an effort to retain the 
employee, but 26% of the respondent did not think that HRD can be the reason not to leave 
MOSCA. Majority of respondents indicated that some of the employees have left in the past 
six months due to various reasons such as no employee benefits, low salary and lack of 
opportunities for advancement.  
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4. 1.12  HRD has an effect on employee exit  
Table 4.12 HRD as the reason not to exit. 
Response   Frequency   Percentage(%) 
Strongly Disagree   0    0    
Disagree             10             25    
Neutral    5             12    
Agree     7             18 
Strongly Agree            18             45        . 
              40           100 
 
When employees indicated that they intend to leave the organization soon, 45% strongly 
expressed their intention to leave in the near future, the certainty of looking for a new job. 
Eighteen percent agreed they would also leave, 12% were neutral and they would either leave 
the organization or stay, 23% also disagreed on that fact. This indicates employees’ intention 
to leave the organization is very high. The employees did not regard HRD activities as 
important to prevent them from leaving the organisation. 
4.1.13 Extent to which HRD affect employees activities 
Table 4.13   HRD Activities 
 Response   Frequency Percentage(%) 
Very great extent  21   54    
Great Extent    9   22 
Moderate    8   18 
Not at all    2     6      .   
    40            100 
The HRD activity that has the greatest impact was a seminar at 54% indicated that workshops 
are more popular among employees, refresher courses at 22%, off- job training at 18% and on 
the job training at 6%. The HRD activities in a place where not considerate on the level of 
staff, seminars are mostly for the top and middle manager, while on and off the job training 
are for the lower cadres mostly government institutions. 
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4.1.14 Effect of HRD on Corporate Image. 
Table 4.14 HRD impact on employee Public behaviour 
Response   Frequency  Percentage(%) 
Strongly Disagree  0    0     
Disagree   0    0  
Neutral   4    10 
Agree    8    20    
Strongly Agree  28    70      .      
    40             100 
 
The result indicated that 70% and 20% respectively strongly agreed and agreed, 10% was 
neutral, there was an indication that public opinion, quality of services, governance, 
leadership as well as ethical issues was necessary for public image and also the ability to 
attract new employees. 
 Findings indicate that 70% of the respondents agree on the fact that the behaviour that they 
portray outside the organization when in public and putting on the organizations' clothes can 
either paint a negative or positive image of the organization to outsiders. Minority, 10 % of 
the respondents were of the view that the way they promote the image of their team in public 
can contribute to the reputation of the organization, but this was not a major contribution to 
the public Image of the organization. 
4.1.15 Effect of HRD on Corporate Image  
Table 4.15 HRD influence on corporate image impact  
Response   Frequency  Percentage(%) 
Strongly Disagree   0   0    
Disagree    0   0  
Neutral    8   20 
Agree     12   30    
Strongly Agree   20   50      .        
     40             100 
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The results of the study also indicate that positive image of the company is important for 
getting more applicants. The respondents 50% and 30% strongly agreed and agreed 
respectively, while 20% were non-committal in their opinion. Corporate Image will attract 
high performing employees and increases the number of applicants.  
4.2 Limitation of the study 
Issues such as swearing of an oath of secrecy and indifference on the part of the interviews 
and respondents were limitations to the study as some of the employees felt uncomfortable, 
and others were not interested. To overcome these challenges the researcher contracted the 
services of a research assistant who is an employee from the respective departments to assist 
in administering the questionnaires with a letter of introduction from the University allowing 
the researcher to collect the data. 
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CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATION 
5.0  Introduction  
This chapter gives the summary, conclusion and recommendations of the study. This was 
done in line with the objectives of the survey. 
5.1  Summary of findings 
The results of this study are as follows: HRD is important to any organization since it is well 
known that no business can exist entirely without a competent human resource, one of the 
major functions of human resource development is the engagement of employees to work in 
order to achieve growth and profitability in organisation. From the data gathered, it is certain 
that use of qualified and skilled employees in MOSCA is needed in order to increase 
organisational performance.  
On the question of how HRD affects competencies at MOSCA, the majority of the 
respondents agreed, that core, managerial and functional competencies are enhanced through 
HRD activities.  Therefore there is an indication that HRD impacts on employee performance 
by improvement of skills that enables them to perform better.  This finding is in agreement 
with Kim,Cowden and Karodia (2014) that HRD transforms employees from their present 
state to the desired state by improving their skill and knowledge. 
The recruitment process has a positive linkage with employee performance in MOSCA, the  
findings established that the available recruitment process is effective, other factors as 
experience, academic qualification and aptitude tests makes the process more transparent and 
effective,  there was an indication that the process had a positive effect on the employee 
ability to perform assignments given. HRD policy was available that clearly defines the 
activities, which assists in the recruitment process of the new or present employee. Most of 
the recruitment source was internal; this will enable employees to perform better since they 
understand their job descriptions well, resulting in improved employee and organizational 
performance. This finding agrees with Ahmed and Hanson (2011) similar findings which 
indicated that adoption of a reliable recruitment system is the starting point in HRD 
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 On the question of how HRD affects retention the findings indicated that MOSCA had made 
efforts to retain the employees by putting in place HRD programs, while other respondents 
indicated that other factors beside HRD activities has influence on the employee leaving the 
organisation. The HRD programs which the majority preferred was workshops, while off and 
on the job trainings were mostly offered to the lower cadre employees. This finding is in 
agreement with Githinji(2016) who had a similar finding that HRD can influence employee 
not to exit an organisation by providing them with mobility in terms of new roles and 
promotions. 
With regard to how HRD affects corporate image is indicated in the findings, that effective 
implementation of HRD activities can directly enhance corporate image indirectly as it 
influences employee behaviour and identification, which enables the employees to interact 
with the external stakeholders in ways that foster corporate image and good corporate 
identification by attracting new employees. The majority of respondents indicated that public 
opinion and ethical issues are important for corporate image and attraction of new employees. 
This finding is in agreement with Farraro (2012) who had a similar finding that HRD 
increases economic value of an organisation and therefore important for corporate Image.   
5.2 Conclusion 
This study was primarily carried out to empirically examine the effect of HRD on employee 
performance in MOSCA.  
There was need for managers to identify HRD activities which equip the employees for new 
roles and the organization can use competency-based curriculum to measure performance 
management. The HRD programs should be aligned to equip the employees with desired 
skilled which enables them to improve their performance.  
Competent employees’ availability is a function of reliable and acceptable recruitment 
process; it is achieved by use of effective and efficient recruitment policy. The recruitment 
process is considered effective if it attracts the desired employees with the relevant skills and 
competency which is needed to effectively undertake the jobs assigned. 
Efforts by MOSCA to retain employees will help in the long-term growth of an organization, 
but the most difficult task faced by an organization today is keeping the employees. The 
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relationship between HRD activities and employee turnover intentions suggests that it 
motivates the employees against the intention to exit the organisation. 
The availability of Retention policy for retention of employees is not enough reason for the 
employees not to leave MOSCA, there are other reasons that influences the employee to exit 
MOSCA. 
To enhance a good corporate image on an organisation, HRD influences the way employees 
interact with the public and how the members of the public perceive the Public servants. 
5.3 Recommendation 
As a result of the findings from the study, the following recommendations are put forward as 
possible solution: 
First, the public sector should continue to take the issue of human resource development 
programs seriously as a way of improving competency of employees and to improve 
performance it should be a requirement by having annual HRD activity plan. This can be 
achieved by a strategic and purposive HRD practices that will improve the quality of HR in 
the organization.  
 
Secondly, recruitment and retention policies should be aligned with the HRD activities. The 
available HRD programs should be in tandem with the changing roles and competencies 
required by the organisation and employees so that it enhances organisational performance. 
Human resources development policies should ensure that with skilled employees when they 
are the right people at the job need to be updated with the rapid change in the technology and 
business environment. 
 
Finally, the Public service should put in place mechanisms for monitoring and enforcing the   
HRD policy and implementation of proper internal control measures and to strengthen the 
practices amongst public employees for optimal performance and improvement of corporate 
image. 
5.4 Suggestions for further research 
The study did concentrate on the effects of HRD on performance of the employees. However, 
the study did find out that there are other factors other than the ones mentioned by the 
researcher. The researcher suggests that the study should be done on the role of HRD on 
government policy and regulations of employees in the public service. 
40 
 
References 
Abdullah, H., Che Rose, R., & Kumar, N. (2007). Human Resource Development Strategies: 
The Malaysian Scenario. Journal of Social Sciences, 3(4), 213-222. 
http://dx.doi.org/10.3844/jssp.2007.213.222 
Ahmed, A. & Hanson, K. (2011). Leadership, capacity building and sustainable development in 
contemporary Africa. World Journal of Entrepreneurship, Management and Sustainable 
Development, 7(2/3/4), 101-111. http://dx.doi.org/10.1108/20425961201000033  
Birner, J. (2002). The Cambridge controversity in capital theory. London: Routledge. 
Bliss, C., Cohen, A., & Harcourt, G. (2005). Capital theory. Cheltenham, UK: An Elgar 
Reference Collection. 
Caliskan, S. & Isik, I. (2016). Are you ready for the global change? Multicultural personality 
and readiness for organizational change. Journal of Organizational Change 
Management, 29(3), 404-423. http://dx.doi.org/10.1108/jocm-07-2015-0119 
Cardy, R. (2004). Performance Management (1st ed.). Armonk, N.Y.: M.E. Sharpe. 
Cardy, R. L., & Selvarajan, T (2006). Competencies: Alternative frameworks for competitive 
advantage. Business Horizons. 
Cohen, E. (2007). Leadership without borders: successful strategies from world-class leaders 
(1st ed.). John Wiley & Sons. Dessler G. (2009). How to Earn Your Employees’ 
Commitment.Academy of Management Executive, 13(2):58-66 Elnaga, A., & Imran, 
A. (2013). The effect of training on employee performance. European Journal of 
Business and Management 
 
Dessler, G. (2009). How to Earn Your Employees’ Commitment.Academy of Management 
Executive, 13(2):58-66 
 
Elnaga, A., & Imran, A. (2013). The effect of training on employee performance. European 
Journal of Business and Management 
Ferraro, E. (2012). Investigations in the Workplace (1st ed.). Boca Raton, Fla.: CRC Press. 
41 
 
Gamage A, (2007) Impact of HRD Practices on Business Performance: An empirical analysis 
of manufacturing SMEs in Japan 
Gerson, S. & Gerson, S. (2007). Workplace communication (1st ed.). Upper Saddle River, 
N.J.: Pearson Prentice Hall. 
Githinji, S. (2014). The effect of staff turnover on the financial performance of private 
security firms in Kenya [MBA Thesis accompanied by a CD-ROM] (1st ed.). Nairobi: 
Longhorn Kenya Ltd. 
 Ghauri, P. & Grönhaug, K. (2005). Research Methods in Business Studies: A Practical 
Guide. 3rd Ed. London: Prentice Hall. Graetz, F. (2002). Strategic thinking versus 
strategic planning: towards understanding the complementaries  Management 
Decision, 40 (5), pp. 456-470. 
 
Hayek, F., White, L., & Caldwell, B. (2011). The Pure Theory of Capital. Chicago: 
University of Chicago Press. Kothari, C. (2008). Research methodology. New Delhi: 
New Age International (P) Ltd. 
Holton, E., Holton, E., & Naquin, S. (2010). Developing high-performance leadership 
competency (3rd ed., pp. 16-21). Baton Rouge, LA: Academy of Human Resource 
Development. 
Kaplan, D. (2006). Reseña de "Warrior Politics - why leadership demands a pagan ethos" de 
Robert Kaplan (4th ed.). New York: Instituto Brasileiro de Relações Internacionais. 
Kimmel, J. & Hoffman, E. (2002). The economics of work and family (1st ed.). Kalamazoo, 
Mich.: W.E. Upjohn Institute for Employment Research. 
 Kimmel, A. J. (2009). Ethical issues in behavioural research: Basic and applied 
perspectives. Wiley-Blackwell 
 
Kum, F., Cowden, R., & Karodia, A. (2014). The Impact of Training and Development on 
Employee Performance: A Case Study of Escon Consulting. Singaporean Journal of 
42 
 
Business, Economics and Management Studies, 3(3), 72-105. 
http://dx.doi.org/10.12816/0010945 
Kumar, R. (2005). Research methodology. London: SAGE. 
Lwiki, N. (2007). Staff Training and Performance: Case of Co-operative College of Kenya. 
Mugenda, O. (2010). Female representation at various levels of education in Kenya (1st ed.). 
Nairobi, Kenya: Longhorn Publishers. 
Mutahaba, G. (2011). Report on adoption and use of performance management systems 
including performance measurement, monitoring, and evaluation in Africa. Conference 
of African Ministers of Public Service. 
 
Neuman, W. (2007). Basics of social research (1st ed.). Boston: Pearson/Allyn and Bacon. 
Nzomo, N (2011). The effectiveness of Employee Training and Development in Kenya: a 
study of [39]. Teachers Service Commission, a Master’s Theses, Kenyatta University, 
HF 5549.5. T7N9 
Özkoç, A. & Çaliskan, N. (2014). The Impact of Organizational Envy on Organizational 
Climate Created among Employees: An Application in Accommodation Enterprises. 
International Journal of Business and Management, 10(1). 
http://dx.doi.org/10.5539/ijbm.v10n1p40 
Paauwe, J., Guest, D., & Wright, P. (2013). HRM and performance (1st ed.). Chichester, 
West Sussex, UK: Wiley. 
Pan, M. & Lopez, M. (2008). Preparing literature reviews (1st ed.). Glendale, CA: Pyrczak 
Pub. 
Paul, A.K. and R.N. Anantharaman, 2006. The impact of people management practices on 
organizational performance: Analysis of a causal model. Int. J. Hum. Resource. 
Management, 14(7): 1246-1266.  
 
43 
 
Perreault, K. (2011). Research Design: Qualitative, Quantitative, and Mixed Methods 
Approaches. Manual Therapy, 16(1), 103. http://dx.doi.org/10.1016/j.math.2010.09.003 
Purcell, J. (2009). People management and performance (1st ed.). Abingdon, Oxon: 
Routledge. 
Research Publish Journals. (2016). Researchpublish.com. Retrieved 20 November 2016, from 
http://www.researchpublish.com/journal/IJTPD/Issue-3-July-2014-September-2014/0 
Roberts, G. (2015). Developing Christian servant leadership (1st ed.). Basingstoke: Palgrave 
Macmillan. 
Rothwell, W., Prescott, R., Lindholm, J., Yarrish, K., Zaballero, A., & Benscoter, G. (2012). 
The encyclopaedia of human resource management (1st ed.). San Francisco: Pfeiffer. 
Tayefi, A. (2007). Without Borders: Just One Border for Human Rights. Societies Without 
Borders, 2(2), 289-290. http://dx.doi.org/10.1163/187219107x203612 
Sangweni R. Report on the Management of Poor Performance in the Public Service Published 
in the Republic of South Africa by THE PUBLIC SERVICE COMMISSION (PSC), 
August 2007 Sessional Paper no. 4 of 2005 on youth development. (2005) (1st ed.). 
[Nairobi]. 
Sessional Paper no. 4 of 2005 on youth development. (2005) (1st ed.). [Nairobi]. 
Surveymonkey. (2016). Responsive rate & survey techniques. Retrieved 2 December 2016, 
from http://s3.amazonaws.com/surveyMonkeyFiles/Response_Rates.pdf 
Tessema, M. and Soeters, J. (2006). Challenges and prospects of HRM in developing 
countries: testing the HRM-performance link in Eritrean civil service, International 
Journal of Human Resource Management, 17(1), 86-105.  
 
44 
 
APPENDIX 1: 
 
Appendix 1 – Questionnaire for Employees of MOSCA 
 
QUESTIONNAIRE 
This questionnaire has been designed to get information for purely academic purposes. This 
is to enable the researcher a final year student of The Management University of Africa, 
complete her project on the topic. The Effect of Human Resource Development on 
Organization performance in the Public-Sector case study of Ministry f Sports Culture & 
Arts, in pursuance of Bachelor of Management and Leadership. 
  
NB. All information given would be treated with utmost confidentiality.  
 
SECTION A  
 
PERSONAL DETAILS (Tick where appropriate)  
 
Name……………………………………. 
 
1.  What is your age bracket? (Years)  
a)  18 – 25      (  )  
b)   26 – 35       (  )  
c)  36 – 45      (  )  
d)  46 – Above     (  )  
 
2.  Gender: 
a)  Male      (  )  
b)  Female     (  )  
 
3.  Educational Background: 
a) Ordinary Level     (  )  
b) Diploma       (  )  
c) Degree       (  )  
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d) Masters Degree     (  )  
e) Other (specify)     (  ) 
 
4. What is your position in MOSCA?  
a)  Senior Management    (  )  
b)   Middle Level Management  (  )  
c) Lower Level Management  (  )  
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SECTION B  
INFORMATION ON HRD AND ITS EFFECT ON EMPLOYEE PERFORMANCE  
1. What is your level of agreement with the following statements on the impact of HRD 
on Skill/Competence in MOSCA   
 Strongly 
disagree 
Disagree Neutral Agree Strongly 
agree 
Individual Performance improves if 
core competencies are enhanced 
     
 Individual Performance improves if 
managerial skills are enhanced. 
     
Individual Performance improves if 
functional competencies are 
enhanced. 
     
Organizational Performance 
improves if core competencies are 
enhanced 
     
Organizational Performance 
improves if managerial 
competencies are enhanced 
     
Organizational Performance 
improves if functional competencies 
are enhanced 
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2. What is your level of agreement with the following statements on the effect of HRD 
on recruitment? 
 Strongly 
disagree 
Disagree
  
Neutral Agree Strongly 
agree 
 An established policy guides 
HRD activities. 
     
HRD increases effectiveness in 
recruitment process 
     
HRD has an impact on 
recruitment and enhances 
performance of employees  
     
HRD determines the source of 
recruitment be filled from 
internal and external. 
     
 
 
 
3. What is your level of agreement with the following statements on the effect of HRD 
on Retention? 
     
 Strongly 
disagree 
Disagree Neutral Agree Strongly 
agree 
HRD practices can be used to 
reduce turnover. 
     
HRD influences the decision of 
exiting the organisation. 
     
HRD is the main reason to stay in 
the organisation. 
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4. What extent do HRD activities affect employee retention? 
 Very great 
extent 
Great 
extent 
Moderate Not at all 
On-job training     
Off job training     
Refresher courses     
Seminars     
 
5. What is your level of agreement with the following statements on the effect of HRD 
on the corporate image? 
 Strongly 
disagree 
Disagree Neutral Agree Strongly 
agree 
HRD activities create good corporate 
Image thus organizational attractiveness to 
new job applicants 
     
HRD should have an impact on the 
employees’ Public behaviour 
     
HRD increases the quality of governance 
and service offered by management.  
     
Ethical: the organization behaves 
ethically, is admirable, and is worthy of 
respect, is trustworthy. 
     
 
